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Abstract
Workplace spirituality understanding focuses upon employee’s inner life that nurtures the inner life
irrespective of the gender of employees. It helps to encounter stress that brings emotional exhaustion in
employee and affect productivity. This study looks at the role of spiritual leadership in promoting
workplace spirituality, encountering emotional exhaustion, and cultivating productivity. In educational and
healthcare workplace settings, systematic sampling was used to collect the data and processed in Wrap-
pls for path analysis. It concludes that spiritual leadership research can provide unique insight, which has
not been done persistently in South Asian countries. The study concludes positive results of spiritual
leadership inculcating workplace spirituality to improve organizational engagement, e�ciency, and life
satisfaction. Finally, the pertinent sections discuss some recommendations for future leadership scopes,
science, and practice in applied contexts.

Introduction
Spiritual leadership and spirituality in the workplace are in their infancy, so in western religious theology,
the theoretical understanding and ethics and values of leadership are minimal (Fry & Cohen, 2009; Judge,
Bono, Ilies, & Gerhardt, 2002). The focus of research for identifying spiritual principles and behaviors,
exploring philosophical structures and models relating to spirituality, and designing instruments for
evaluating spirituality are the three primary areas of emphasis on spirituality in the workplace (Meng,
2016). However, the concentration of research studies in a few geographic regions highlights the need for
research worldwide, including in the South Asian area, to ensure the theory's validity and generalizability
(Mubashar, Salman, Irfan, & Jabeen, 2017).

Ashmos and Duchon (2000) Identi�ed workplace spirituality as the appreciation that employees have an
inner life nurtured by meaningful community work. The idea of workplace spirituality has been discussed
in various ways in academia, making it challenging to produce a comprehensive description in multiple
ways to unravel and identify relationships of value, interconnectedness, and a sense of harmony in work
life (Tischler, Biberman, & McKeage, 2002). Thus, in the current analysis, the inner life of irrespective of
the gender of employees, productivity, and workplace spirituality to predict productivity and overcome
emotional exhaustions of the working community are used and examined in relation to one another. This
study enables building propositions through literature review and assess the path model, it further
discusses the theoretical and practical consideration of the implementation of this study.

Literature Review
The new learning organizational paradigms and accelerating patterns for workplace spirituality now
seem to come together (Giacalone & Jurkiewicz, 2010). As a result, these �elds lack theoretical and
empirical evidence, except for organizational theories relating to Western theological theology and
practice, as well as leadership ethics and values (Blackaby & Blackaby, 2011; Northouse, 2010). The
attributes and processes for promoting this con�uence are a vital problem to be addressed by different
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leadership styles, i.e., strategic leadership, leadership in empowered teams, and personal oversight
(Abdullah, Alzaidiyeen, & Aldarabah, 2009; Chen, Chen, & Li, 2013; Hitt & Duane, 2002; Wootton & Horne,
2010; Worden, 2005). When a company resists making improvements to integrate workplace spirituality,
transitioning to the organizational learning model seems improbable. Spiritual leadership and workplace
spirituality research are in their early stages.

Spirituality leadership plays a crucial role in ethics and values, i.e., instilling and strengthening personal,
team, and organizational values (Collins, 2010; Fry, 2003; Fry, Vitucci, & Cedillo, 2005; Karadag, 2009).
Leadership and ethics share a synergistic spiritual partnership because leadership ensures ethics is
fundamental to leadership. The leadership's essence and the need to involve followers to achieve shared
objectives foster this cooperation between the two parties. However, there is a dearth of signi�cant
academic contributions and a solid theoretical foundation for leadership ethics and values (Fry et al.,
2005). Fry (2003) integrated spirituality, an ex-factor, into leadership theory and �nally suggested that
spiritual leadership highlights that the leaders' beliefs, attitudes, and actions are inherently empowering.
Spiritual leadership, as the leaders' beliefs, attitudes, and conduct, comprises three major components,
vision, hope/faith, and altruistic love. The concept refers to a positive future that instills inherent self-
worth and a sense of mission in employees. Hope/faith represents the leader's conviction in the vision's
viability and may bring high levels of motivation in subordinates to conduct the organizational task.

Altruistic love exhibits a set of leadership behaviors that value mutual concern and respect and generate
a sense of understanding and appreciation of members of the organization, around which a positive
organizational culture can be established. In the spiritual leadership model, vision provides an underlying
meaning for life. When workers have hope/faith that the shared vision helps involve them in achieving
future goals, they are spiritually grounded. This is the ultimate reward for workers to develop solid values
and promote a positive organizational vision (Chen & Yang, 2012; Fry & Cohen, 2009; Fry, Latham,
Clinebell, & Krahnke, 2017; Yang & Fry, 2018).  Spiritual leadership is a value-based, holistic approach to
leadership that focuses on the social connections between leaders, followers, and coworkers to promote
the creation and maintenance of an organizational culture that positively impacts organizational success
and effectiveness by capturing business participants' behaviors, desires, and underlying motives, all of
which contribute to individual and organizational effectiveness.(Fry & Nisiewicz, 2013; Fry et al., 2005).

Spiritual leadership and Workplace spirituality
Over the last few decades, interest in spirituality and religion in the workplace has grown, attracting both
academics and practitioners (Bene�el, Fry, & Geigle, 2014). Some argue that this is because society is
now looking for spiritual alternatives that facilitate turbulent social and business changes, that
fundamental changes in values have brought a growing social and spiritual revival globally, and that the
interest in Eastern ideologies has resurrected spiritual aspirations globally (Cash & Gray, 2000; Hood,
2005; Peltonen, 2017). Others argue that our relationship with work is gradually becoming an essential
part of our self-concept, having a signi�cant impact on the quality of our lives both at work and at home.
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Employees now actively seek opportunities for meaningful activities and a sense of community in the
workplace, as they spend a growing amount of time there (Collins, 2010; Hill & Edwards, 2013; Oh &
Wang, 2020; Sohail et al., 2019).

Some have argued that spirituality in the workplace offers solutions to complex contemporary challenges
arising from signi�cant changes (e.g., downsizing, reengineering, and dismissal). Employees now see
themselves as expendable resources because of the mistrust and diminishing view of the work that has
resulted from these organizational changes. The positive effect of workplace spirituality and spiritual
leadership can be counterbalanced by those changes which have caused the demoralization and spiritual
disorientation of employees (Abdullah et al., 2009; Afsar, Badir, & Kiani, 2016; Freeman, 2011; Peltonen,
2017; Sani, Soetjipto, & Maharani, 2016; Sholikhah, Wang, & Li, 2019).

Leaders face a moral threshold that they must cross to solve these problems (blinded for review 1)
successfully; this view advocates for a shared leadership style founded on spiritual values with which
workers can identify. This study uses the term "spirituality" to refer desire for self-transcendence and the
resulting sense of interconnectedness with all things in the universe. Most frequently, spirituality is
regarded as fundamentally personal, although it can exist or manifest in groups and organizations
(Woods, 2007). From this viewpoint, a religious spirituality is an entity that has grown and developed over
time through the spiritual experiences of one or more founders, providing the basis for leadership based
on the religions and practices (Peltonen, 2017; Rouhoma, Dhar, Ali, & Osman, 2018).

Spiritual leadership theory is purposefully spiritual to be applicable in religious and non-religious
organizations, even though both are founded on a vision of service to others through compassion or
other-centeredness (Sun & Hodge, 2012). Spiritual leadership is seen as essential for meeting the basic
needs of both leaders and followers for spiritual well-being through calling and membership; for creating
vision and value congruence at the person, an empowered team, and organization levels; and, �nally, for
fostering higher levels of employee well-being, organizational commitment, �nancial performance, and
sociability that result in workplace spirituality (Lewis & Geroy, 2000; Nahardani, Ahmadi, Bigdeli, &
Arabshahi, 2019; Sohail et al., 2019; Stylianou & Zembylas, 2019; Timmins & Martin, 2019).

H1: Workplace spirituality is an outcome of spiritual leadership.

Workplace Spirituality and productivity
Creating a vision in which leaders and followers feel a sense of calling for their lives to have meaning and
intent and to make a difference; Establishing an organizational culture founded on altruistic love values
where leaders and followers have a sense of membership and belonging and feel understood and valued
(Fry, 2003; Giacalone, Jurkiewicz, & Fry, 2005). Spiritual Leadership, altruistic love in spiritual leadership,
is described as "a sense of wholeness, peace, and well-being created by self-care, concern, and
appreciation (Freeman, 2011; Fry, 2003; Fry & Cohen, 2009). Spiritual leadership and related research
have shown that it predicts various important individual and organizational outcomes in multiple
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countries and cultures (Fry & Cohen, 2009). These include being positively related to organizational
commitment (Rouhoma et al., 2018), job satisfaction (Sani et al., 2016), altruism, awareness, self-career
management (Lewis & Geroy, 2000), job participation (Seong & Hong, 2018), retention (Armstrong‐
Stassen & Schlosser, 2011),  life satisfaction and work unit productivity (Bene�el, 2005; Chen et al., 2013;
Fry & Nisiewicz, 2013; Hunsaker, 2019).

H2: workplace spirituality brings productivity to employees

Emotional Exhaustion
Emotional exhaustion or burn-out is characterized by emotional, physical, and mental fatigue because of
persistent and excessive stress. It emerges from a situation that builds constant pressure, strain, and
exhausted feeling that one cannot ful�ll the demands at the workplace (Cordes & Dougherty, 1993). Many
found that tension builds, the commitment and the value wanes, individuals became less likely motivated
to maintain their position to produce the expected results (Maslach, 1982; Maslach & Jackson, 1981;
Raymond & Ashforth, 1996; Seltzer & Numerof, 1988). The latest rise in interest in burn-out studies is due
to information on this correlation between it and social climate, and distress was reported in the 1970s.
Freudenberger (1974) coined the term "burn-out" to refer to the mechanism by which professionals in
human service organizations degrade. Burn-out also occurs for various reasons, including when
individuals believe they lack the necessary resources, such as time, energy, and support, to meet the
workplace's daily demand (Thomas & Lankau, 2009). Other research describes burn-out as a
psychological condition that affects people who interact with other people and who experience physical,
mental, and emotional fatigue, depersonalization, and decreased personal achievement (Hunsaker, 2019;
Khamisa, Peltzer, & Oldenburg, 2013; Thomas & Lankau, 2009; Yang & Fry, 2018). Thus, identifying the
factors that cause burn-out is critical for understanding its predictors and implications, especially in the
workplace (Blinded-for-review, 2021a).

In individualist cultures, it is expected that when someone is depressed and emotionally drained, their
performance suffers, and concerns about their �t with the job and organization arise (Maslach, Schaufeli,
& Leiter, 2001). Although burn-out has become a global epidemic, the academic focus has remained
localized because an overwhelming majority of studies on burn-out have been conducted in the west
while other parts of the world, particularly Asia, has trailed far behind (Halbesleben & Bowler, 2007;
Tourigny, Baba, Han, & Wang, 2013). A decrease in work performance is one of the most often cited
adverse effects of emotional exhaustion, while we can say that if employee productivity became a
demand, employees might feel stressed and emotional drain happen that way (Boles, Johnston, & Hair Jr,
1997; Cropanzano, Rupp, & Byrne, 2003). Their research showed a negative association between work
stress and job performance (Halbesleben & Bowler, 2007; Tourigny et al., 2013). More research needs to
be done on the relationship between stress and job performance.

An emotional exhaustion environment diminishes e�ciency and depletes resources, leaving individuals
increasingly powerless, hopeless, cynical, and resentful. Bobbio, Dierendonck, and Manganelli (2012)
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explained that factors contribute to exhaustion, including position con�ict, role tension, a lack of role
clari�cation, an unreasonable workload, increased work pressure, and insu�cient supervisory support,
i.e., leadership responsibility to cope and manage (Blinded-for-review, 2021a). Speci�c personality
characteristics can affect or in�uence certain individuals to work in high-stress environments, making
them vulnerable, including gender and workplace factors (Armon, Shirom, & Melamed, 2012; Ballenger-
Browning et al., 2011).

H3: Demand for productivity cause emotional exhaustion at the workplace

H4: Workplace spirituality reduces emotional exhaustion.

Spirituality is different from an individual; religion, prayer, acts, and rituals are often associated with the
Transcendent; it is commonly considered a connection to the supernatural, mystical, or a form of faith
(Koeing, 2012). Spirituality is also described as "experiences of the spirit in a unique and vibrant process
that re�ects faith in the God of the highest being, its links to one another, nature and God, and its
inclusion of spiritual, organic and spirit aspects (Meraviglia, Sutter, Gaskamp, Adams, & Titler, 2008)
which is essential for their life quality (Edlund, 2014). Spirituality enables direct and devotion, which both
serves the faithful life and the achievement of spiritual development (Ashmos & Duchon, 2000;
bene�cence.

According to the literature, different appeal in gender differences and emotional life at the workplace has
been stated. Females reported more emotional fatigue among the individuals with the disorder (Ballenger-
Browning et al., 2011). However, another study conducted by psychologists found that women were more
likely to be emotionally drained than men (Rupert & Morgan, 2005). To attempt to discover the inherited
buildings, a variety of analyses were performed, each one of which included socio-demographics include
gender and workplace social settings taken as independent variables because these different studies
have a probability of obtaining a good analysis (Matud, 2004; Michael, Anastasios, Helen, Catherine, &
Christine, 2009; Park, Kim, Cho, & Han, 2019; Reay, 2004; Richardson & Woodley, 2003; Soriano,
Sarmiento, Songco, Macindo, & Conde, 2016; Twist & de Graaf, 2019). Variations in workplace
achievement may be assumed to be due to different gender in�uences and so interpreted accordingly
because of this inescapable difference. The facts suggest an "extreme" biological explanation seems
impossible, but facts point to a "soft" one because Such �ndings cannot be explained in terms of
biological characteristics. Instead, these results reveal that considerations for research success to shaped
by the presence of gender in any setting.

            H5: Socio-demographic differences in organizational life works independently   

The rationale of the study and developing path model
Research in this area is struggling, but there is some evidence that leaders may help to alleviate the
problems that occur in the Pakistani education sector (Blinded-for-review, 2020, 2021b, 2021c) and
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healthcare (Hussain, Hussain, & Hussain, 2020). This research investigates both education and
healthcare sector employees' spiritual development and workplace engagements through workplace
spirituality and the degree to which these traits promote performance or productivity, well-being, and
reduction of emotional exhaustion.

In the literature review and developed hypothesis, a path model at the core of workplace spirituality and
spiritual leadership is an altruistic love that enriches and is encouraged by workplace shared values.
These spiritual needs at work meet the positive impact on human strength and psychological well-being.
Together spiritual workplace and leadership form the basis for desired outcomes at the workplace.
Together, this model answers these pillars with con�dence, drive, and commitment; if being taken care of
these, an organization could increase the well-being of its members, reduce work dysfunction, and
enhance success in social situations; and more manageable to improve performance and happiness
within the organization.

Data and procedures
As it is known, simple random sampling tends to be simpler and more accurate than strati�ed random
sampling for academic non-funding research. There is no more straightforward approach than simple
random sampling to obtain a research sample from a wider population. It is unnecessary to split the
population into subpopulations or take any further actions beyond plucking subjects at random from the
broader population. For estimating causal effects, random experiments are considered the gold standard
(Ackerman, Lesko, Siddique, Susukida, & Stuart, 2021). Thus, the only randomness decides who gets
selected, and each member of the larger population has an equal chance of being selected. Kazimierczuk,
Zawadzka, and Koźmiński (2009), on the advantages of the random sample, explained that more
dimensions are available in this way. The more use of random sampling can be concluded that in
contrast to the traditional practice of using a random sample to extract information faster from the same
evolution space volume as in conventional experiments. As any data that is available in the order
determined and aim for the population would have the implicit assumptions of assuming that the
population is either a random or exhaustive in eliminating all biases.

Results And Discussion
Table 1

Frequencies for Gender
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Sector Gender Frequency Percent Valid Percent Cumulative Percent

Health Care   Female   66   59.459   59.459   59.459  

    Male   45   40.541   40.541   100.000  

    Total   111   100.000          

Education   Female   76   67.257   67.257   67.257  

    Male   37   32.743   32.743   100.000  

    Total   113   100.000          

 Table 2

Descriptive Statistics

 

  Gender

  Health Care Education

Valid   111   113  

Mean   1.405   1.327  

Std. Deviation   0.493   0.471  

Minimum   1.000   1.000  

Maximum   2.000   2.000  

Demographic pro�le

To explain the respondents' pro�le, Table 1 through information about frequencies while Table 2 provides
information about descriptive of population. According to Table 2, N-111 noted for health care employees
having a mean score of 1.405 ± SD, 0.493 while N-113 noted for educational sector employees mean
score, 1.327 ± SD, 0.471 through no such signi�cant difference in population. Table 1 frequencies explain
that N-66 (59.459 %) were females from health care and N-76 (67.257%) from the education sector
participated in the research. At the same time, N-45 (40.541%) healthcare and N-37 (32.743%) from
education sector male employees participated in this study. Thus, it can be concluded that the
participation of female respondents was more overwhelming than males.

Table 3

Model �t and quality indices
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Classic indices  

Average path coe�cient (APC) 0.221, P<0.001

Average R-squared (ARS) 0.173, P=0.002

Average adjusted R-squared (AARS) 0.166, P=0.003

Average block VIF (AVIF) 1.013, acceptable if <= 5, ideally <= 3.3

Average full collinearity VIF (AFVIF) 1.456, acceptable if <= 5, ideally <= 3.3

Tenenhaus GoF (GoF) 0.331, medium >= 0.25, large >= 0.36

Sympson's paradox ratio (SPR) 1.000, acceptable if >= 0.7, ideally = 1

R-squared contribution ratio (RSCR) 1.000, acceptable if >= 0.9, ideally = 1

Statistical suppression ratio (SSR) 1.000, acceptable if >= 0.7

Nonlinear bivariate causality direction ratio (NLBCDR) 1.000, acceptable if >= 0.7

Additional indices (indicator corr. matrix �t)  

Standardized root mean squared residual (SRMR) 0.108, acceptable if <= 0.1

Standardized mean absolute residual (SMAR) 0.081, acceptable if <= 0.1

Standardized chi-squared with 189 DOF (SChS) 0993, P<0.001

Standardized threshold difference count ratio (STDCR) 0.958, acceptable if >= 0.7, ideally = 1

Standardized threshold difference sum ratio (STDSR) 0.849, acceptable if >= 0.7, ideally = 1

Model �t indices

Wrap-PLS-based structural equation modeling (SEM) software that is exceptionally e�cient and essential
supports traditional (composite-based) and factor-based PLS algorithms. Identi�es nonlinear
relationships and calculates path coe�cients to avoid curvature in the relationship. It calculates P-values,
model �t and consistency indices, and coe�cients of maximum collinearity. Warp-PLS is unique among
PLS-SEM software in that it provides users with many model-wide �t indices, potentially more than any
other SEM software. The model �t indices are of little signi�cance if the aim is to test hypotheses, where
each arrow represents a hypothesis. On the other hand, the model �t indices are a valuable collection of
measurements related to model quality if the aim is to determine if one model suits the original data
better than another (Kock, 2010, 2016). The model �t indices are determined by three of Warp-PLS's
primary model �t indices Table 3 are the average path coe�cient (APC) 0.221, P<0.001, the average R-
squared (ARS) 0. 173, P=0.002, and the average variance in�ation factor (AFVIF), 1.013, <= 3.3 explain
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the adequate model �t criterion of this study model presented in Table 3. Additional model �t indices also
indicating a comparative good �t model used in this study (Kock, 2017, 2019).

Validity and Reliability

An empirical evaluation of validity involves investigating the relationship between a speci�c measure and
external benchmarks (both the data produced and subsequent observations). It is referred to as criterion-
related validity, and it is subdivided into four subtypes: convergent, discriminant, concurrent, and
predictive validity. While measurement validity seeks to understandability endeavors to discover whether
a phenomenon by empirical analysis to discover the phenomenon by investigating the properties a given
theory says it should have, measurement should be. There is some quantitative evidence that could be
interpreted to conclude that from this data, but it is more using correlational methods and the other
statistical methods presented in Tables 4, 5, and 6.

Table 4

Reliabilities

Classic and Additional
Reliabilities

Spiritual
Leadership

Workplace
Spirituality

Productivity Emotional
Exhaustion

Composite reliability (classic) 0.898 0.885 0.92 0.899

Cronbach's alpha (classic) 0.867 0.825 0.88 0.830

Average Variance Extracted
(classic)

0.560 0.658 0.732 0.747

Dijkstra's PLSc reliability
(additional)

0.885 0.836 0.890 0.838

Factor reliability (additional) 0.898 0.885 0.920 0.899

Reliability and validity are woven into many social science disciplines due to the multitude of diverse
racial, socioeconomic, and cultural classes studied. Raines-Eudy (2000) explained that structural
equation modeling (SEM) techniques provide excellent methods for performing preliminary evaluations
of measurement instrument differential validity and reliability across a wide range of population groups.
Reasonable reliability and validity are a useful pre-test before survey instruments in the social sciences,
considering the growing diversity and multicultural nature. The method may assist in ensuring that study
results are not biased by instrument �aws used to measure attitudes, views, beliefs, and other variables
that may have varying meanings in different segments of diverse Society (Hair, Black, Babin, & Anderson,
2010; Hair, Hult, Ringle, & Sarstedt, 2016; Tucker & Lewis, 1973; Wülferth, 2013). Table 4 provides
information about both classic and additional reliabilities indices obtained through Wrap-PLS according
to which CR ≥. 60, AVE ≥. 50, Alpha ≥.60 threshold criteria have been achieved (Christmann & Van Aelst,
2006; House, 1998; Kopalle & Lehmann, 1997)
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Table 5

Discriminant validity coe�cients

  1 2 3 4

1.     Spiritual Leadership 0.749 0.655 0.498 -0.051

2.     Workplace Spirituality 0.655 0.811 0.383 0.056

3.     Productivity 0.498 0.383 0.855 -0.097

4.     Emotional Exhaustion -0.051 0.056 -0.097 0.864

Correlations among l.vs. with sq. rts. of AVEs

The HTMT ratios are included in a single cumulative set of outputs and other coe�cients useful for
evaluating discriminant validity. Correlations between latent variables and square roots of AVEs, structure
loadings and cross-loadings, and absolute collinearity VIFs are additional coe�cients. Additionally, Table
5 coe�cients are used for the HTMT ratios: P-values and 95% con�dence intervals. Coe�cients met the
desired range of discriminant validity criterion threshold .85 to .90 (Gold, Malhotra, & Segars, 2001;
Hamid, Sami, & Sidek, 2017; Kline, 2011).

Table 6

Validity and reliability index
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Factor Label Loading CR Alpha Dijkstra's PLSc reliability

Spiritual Leadership SP1 0.801 0.898 0.867 0.872

SP2 0.766

SP3 0.746

SP4 0.804

SP5 0.81

SP6 0.663

SP7 0.629

Workplace Spirituality WPS1 0.73 0.885 0.825 0.832

WPS2 0.817

WPS3 0.85

WPS4 0.841

Productivity PRD1 0.845 0.916 0.876 0.885

PRD2 0.898

PRD3 0.905

PRD4 0.766

Emotional Exhaustion TOI1 0.811 0.899 0.83 0.899

TOI2 0.892

TOI3 0.888

Threshold   .60 > .60> .60>  

To be considered signi�cant, the variable should have a rotated factor loading of at least |0.4| (meaning
+.4 or –.4) onto one of the factors (Hair, Anderson, Tatham, & William, 1998; Peterson, 2000) while 0.6 is
a measurable safe range and concrete evidence for consideration without any bias or debate (Hamid et
al., 2017). Table 6 throughs factor loading details of each variable factors ful�lling criterion.

Table 7

Path Analysis
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Path to variables Coe�cient Effect size t-Values p-Values  

Demographic → Spiritual Leadership -0.149 0.022 -2.296 0.011  

Demographic → Work Spirituality -0.03 0.003 -0.452 0.326  

Demographic → Productivity -0.086 0.011 -1.303 0.097  

Demographic → Emotional Exhaustion -0.227 0.048 -3.534 <0.001  

Spiritual Leadership → Work Spirituality 0.657 0.434 11.073 <0.001  

Work spirituality → Productivity 0.375 0.144 6.005 <0.001  

Work spirituality → Emotional Exhaustion 0.125 0.015 1.907 0.029  

Productivity → Emotional Exhaustion -0.122 0.015 -1.871 0.031  

For one-tailed tests: 1.645. |For two-tailed tests: 1.960.

  R2 Adj. R2 Q 2 VIF s  

Spiritual Leadership 0.022 0.018 0.018 2.025  

Workplace Spirituality 0.437 0.432 1.794 0.438  

Productivity 0.154 0.147 1.353 0.162  

Emotional Exhaustion 0.079 0.066 1.061 0.068  

Path analysis is used to de�ne the guided dependencies between a collection of variables, and it uses
models that are analogous to any form of multiple regression analysis. Path analysis and being a form
of multiple regression that focuses on causality can be thought of as a subset of structural equation
modeling (SEM) in which only single measures are used for all of the variables in the causal model.
According to the hypothesized model of this study presented in �gure 1, it was determined that spiritual
leadership produces workplace spirituality H1: which has been accepted as path coe�cients of Spiritual
leadership 0.657, effect size 0.434 t-values 11.073, p-values <0.001 (≤ 0.05). H2: workplace spirituality
and productivity path coe�cients 0.375, effect size 0.144, t-values 0.005, p-values <0.001 (≤ 0.05)
validates a signi�cant positive association. Path coe�cients workplace spirituality and emotional
exhaustion H3 productivity to workplace exhaustion path coe�cients 0.125, effect size 0.015, t-values
-1.871, p-values 0.031, (≤ 0.05) indicates an inverse one-tailed relationship thus we can con�rm that the
inverse relationship exists pertaining productivity demand single dimension cause workplace exhaustion.
Workplace spirituality reduces emotional exhaustion H4 path coe�cient 0.125, effect size 0.015, t-values
1.907, p-value 0.029 (≤ 0.05) indicates that workplace spirituality may cause a reduction of emotional
exhaustion.

Regarding assumption set about socio-demographics independence, it has been seen that inverse
relationship between spiritual leadership path coe�cients -.149, effect size 0.022, t-values -2.296 p-values
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0.011 (≤ 0.05) and emotional exhaustion -0.227 effect size o.048, t-values -3.534, p-values <0.001 (≤
0.05) have found signi�cant relationship. In contrast, workplace spirituality and productivity have no
relationship with the socio-demographic variables of this study.

According to the literature, R2 values of 0.67, 0.33, and 0.19 are considered substantial, moderate, and
small, respectively (Chin, 1998). The Stone–Geisser Q2 statistic (Geisser, 1975; Stone, 1974) is often used
to determine predictive validity and can be measured using the blindfolding protocol in PLS and
concludes that if Q2 values are more signi�cant than 0, the model is considered to be predictive. Cohen
(1988) delves into F2 or effect size Table 7 substantial value 0.02, 0.15, and 0.35 indicates weak,
moderate, and high results. This model's most signi�cant effect size has been noted between spirituality
and workplace spirituality, followed by workplace spirituality and productivity. In contrast, a moderate
value of demographics to spiritual leadership, demographics, productivity, and workplace spirituality to
emotional exhaustion has been observed.

Conclusion
Incorporating spirituality into leadership capacity could make the workplace more friendly and
meaningful for followers. Leadership tends to be shifting towards more compassionate, empathetic, and
self-empowerment energy approaches because great leadership qualities include assisting the people in
discovering the essence and importance of their work and building a connection between them and
others. This indicates that leadership spirituality does not include orders and the chain of command, but
transformative leadership, which sets the principles of the organization and allows followers to realize
that they contribute to a worthy and bene�cial aim. Having an organizational focus on spirituality could
contribute to increased perceptions of con�dence, encouragement, and dedication in the workplace.
Spiritual leadership and workplace spirituality were speci�c objectives examined to determine whether
these goals connected to productivity, with members' shared view of the organization's purpose. It was
clear that spirituality through appeal to a shared vision is associated with workplace leadership and the
public relations team. It concludes that a leader who encompasses workplace spirituality has a greater
chance of achieving organizational success. The results could prove bene�cial to public relations
professionals serving as advisors to new leaders and determining the most e�cient channels for
organizational productivity challenges. The degree to which an organization can alter, in large part,
de�nes its success or failure. Since leadership styles are among the many factors that transformations
occur in an organization, spiritual leadership can bring workplace spirituality culture for everyday appeal.
Leadership is a fundamental human phenomenon, just as optimism is. Scholars have traditionally
approached the study of leadership from two perspectives: one focusing on positional leadership within
an organizational structure and the other on leadership as a collective power mechanism that occurs
naturally in social structures. The objective of successful leadership is for the good of all its members
and the society in which it exists and participates as partners to achieve its precious organizational
objectives.
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Spiritual leadership inculcates workplace spirituality to achieve organizational objectives, bringing
productivity and reducing burn-out. Spirituality at work understands that workers have an inner life
nourished and nourished by meaningful work in society. It brings a sense of balance between personal
and organizational values. Meaningful work and opportunities for inner life are included in the de�nition
of work at the personal level of spirituality. The building of emotional harmony and internal composure
strengthened and included the consistency of spirituality at work that reduces exhaustion. Considering
this advancement demonstrates that spirituality has a particular signi�cance in science to personal
ful�llment, life balance, and mental well-being are all manifestations of spirituality at work.

Limitations and Future direction recommendations
This study supports the promotion of spiritual leadership in notion and practice. Spiritual leadership is a
leadership philosophy that helps organizations and improves community well-being. Spirituality must be
held by leaders who govern as a company. Rather than making it a means to an end, spirituality should
be a desire to transform the whole enterprise into something of a higher state.  Incorporating spirituality
into leadership capacity could make the workplace more friendly and meaningful for followers. Having an
organizational focus on spirituality could contribute to increased perceptions of con�dence,
encouragement, and dedication in the workplace. For the authentication of these models, work needs to
be done in places like colleges, towns, police, military forces, and for-pro�t o�cialdoms with various
sample measurements. While Spiritual Leadership theory is being investigated in various settings and
cultures, there is a signi�cant research gap in this �eld (where Spiritual Leadership is being studied in
organizational contexts) in South Asian countries such as Pakistan, India, and Sri Lanka, among others.

Results are not generalizable due to demographic limitations. Though spiritual workplace studies have
been done in the past, their impact was limited to other demographics (Noor & Arif, 2011) or speci�c to
physician-only (Jawaid, 2020). This study population is based on two services sectors, i.e., health care
and education sector employees from Rawalpindi/Islamabad; considering general health care workers
(Pirkola, Rantakokko, & Suhonen, 2016) in the eastern context of workplace spirituality and spiritual
leadership (Weathers, 2018) and education (Schonfeld, Schmid, & Boucher-Payne, 2016).
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